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1. Introduction 
Human Resource has a decisive role in any organization. Maintaining an uptrend of the financial – economic 
performances of the Organization or in some cases, its survival, requires additional efforts from all enterprise’s 
members, managers and employees. With no doubt, the Manager is the central point, the main element around 
which revolves the work organization, having an important role in human resource motivation to work in order to 
achieve the objectives/goals of the Organization. The Manager is the one that must have the capacity to apply the 
best strategies and policies that may prove their viability in his/her approach to influence employee’s behavior in a 
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sense desired by him. An essential role in achieving this desideratum, accrue to the informal behavior of the 
Manager in their relations with his employees. In his kernel, Organizational Citizenship Behavior (OCB), captures 
these informal elements that may have a major influence on individual and group performances, and implicitly on 
Organizations activity results. 
Human relationships within SMEs have a special nature because of their specific traits that this kind of 
Organization has - extremely simple Organizational Chart, because of the reduced number of employees, lack of 
specialized compartments, generally the Management is represented by one person, the businessman that, not a few 
times, works together with his employees.  Direct and permanent contact between Managers and employees makes a 
fan of informal relationships that, definitely, will be found in Organization’s performances. Businessman – Manager 
role inside the Organization is decisive. Due to this conditions his personality, education and experience will have a 
strong influence on the Organizational Behavior in general and especially on Organizational Citizenship Behavior. 
Direct and constant connection between Manager and employees is an important premise for informal relationships, 
contained in OCB concept, to have direct implications on the Organization’s performance. The degree of 
adaptability at/to the economic environment, in which the Organization evolves, depends mainly on the Manager. 
This study aim is to highlight the existing connections between OCB Manager’s, their gender, men or women and 
SMEs development. Who is the good manager, he or she?  
2. Literature review    
Organizational Citizenship Behavior (OCB), was initial defined as being “… an individual voluntary behavior 
which is not directly and explicitly requested in Organization’s rule book and which completely contributes to its 
good functioning”.  (Organ, 1988, p. 4) In the years that followed, OCB concept was being analyzed in many 
manuscripts, especially regarding its contents and coverage (MacKenzie et al., 1991, George & Brief, 1992, Van 
Dyne et al., 1995, Lee & Allen, 2002, Bolino & Turnley, 2003, Lambert, 2006, Ilieş, 2007, Chiaburu, 2011), 
resulting significant clarifications concerning in-role and extra-role behaviors. From all this studies it results, with 
conspicuous the essence of the OCB concept, perfectly illustrated by two words, “informal” and “collaboration”. 
(Organ at all, 2006, p.50) 
Competitive advantage that an OCB high level may create at the Organization’s level is synthesized in the idea 
“The ability of an Organization to obtain an employee behavior that goes beyond job duty may be a key advantage 
hard to copy by the other competitors”. (Bolino, 2003, p. 60) 
In our opinion OCB may be considered as a sum of informal behaviors of an Organization’s employees. Any 
Manager is directly interested to promote OCB inside his own Organization because of its salutary effects that this 
kind of behavior has on Organization’s performances “…..to grow productivity, efficiency and clients satisfaction 
degree and to reduce costs, minimize the turnover and the absenteeism” (Podsakoff et al, 2009) Literature generally 
use a five model of OCB components – helping behavior (Altruism), Sportsmanship, Conscientiousness, Civic 
Virtue and Courtesy, summarized as follows. 
Helping Behavior (Altruism). As for the study that preceded OCB appearance, Altruism was defined as being a 
behavior “…directly and purposely oriented to help someone in a face-to-face situation (E.g.: leading and helping a 
new colleague that has a huge volume of work to be done)”. (Smith and Organ, 1983, p 657) Altruism (Benevolence) 
is replaced in OCB construct by the Helping Behavior, term that has large area coverage compared with Altruism 
which coverage only gestures started for personal reasons. (Organ at all, 2006, p. 18) 
Sportsmanship is described as being “… a person’s availability to have a behavior that permit him/her to avoid 
conflictual situations that may occur in an Organization. Organ (1990, p. 96) This definition was completed by 
Podsakoff et al. (2000, p. 517) in the way that “ … the respectively person must maintain his/her positive attitude 
also when he/she is not given right, not being upset when others don’t follow his/her recommendations being ready 
to sacrifice his/her own interests for Group benefit, but, at the same time, without giving up his/her own ideas”.  
Conscientiousness, behavior  firstly defined as generalized compliance, is characterized as being “… a part of an 
impersonal part of conscience that doesn’t offer immediately help to a certain person, but which, rather, indirectly 
help other people form the Organization. The behavior (E.g.: being punctual, not losing the time and so on), may 
represent something similar to internalized norms conventionality, defining what a model employee must do”. 
(Smith et all, 1983, p. 657) This component is redefined, some years later, as being that kind of behavior that 
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“…without having an immediate positive effect for somebody, establishes and maintains high standards concerning 
the presence at the workplace, punctuality, efficiently consumption of resources and the full use of working time …”. 
(Organ, 1997, p. 94) 
Civic Virtue term translated from politics and philosophy in management, represents “… a behavior that mirrors 
the affiliation to an Organization in the same time in which a citizen is a member of a country and accepts and 
assumes the responsibilities that arises from this situation” (Podsakoff et al., 2000, p. 525) or in other words 
“employees that have Civic Virtue are responsible members of the Organization, that are operatively involved in 
Organizations policies and administration”. (Organ at al., 2006)  
Courtesy is characterized by a behavior “… by which we avoid situations in which our actions may have 
repercussions over colleagues activities, for example, maintaining in good functioning conditions the equipment that 
a colleague will work at”. (Organ, 1990, p. 96) 
From the documenting transactions carried out for this study, the links between Manager’s OCB level, their 
gender and SMEs performances that they lead, it seems that it have not been the subject of any OCB paper. In 
literature there are papers about two OCB major directions – the analysis of the relationship between OCB and 
Manager’s gender and OCB employees’ influence over/on SMEs performances.  
The relationship OCB – Organization’s Managers gender had been studied in general (Allen & Rush, 2001, 
Kidder, 2002, Ehrhart & Godfrey, 2003) and in terms of discrimination between genders. (Allen & Elby, 2004, 
Heilman & Chen, 2005, Kidder & Parks, 2001)   
Many studies made at SMEs level (Barnard, 2000 Appelbaum, 2000; Way, 2002,Bacon, 2005; Drummond, 2007, 
Akehurst, 2009, Comeche, 2010 ), highlight the importance and the value of Human resource, which, because 
employees behavioral and psychological peculiarities, may constitute an essential element in obtaining a determinant 
competitive advantage.  
Another study direction was composed by the analysis of the relationship between Management quality and 
employees OCB level (Chu, 1999, Mesu, 2010, Woolderink, 2010), that pointed out major differences between 
SMEs Managerial models and big corporations. 
From the majority of those studies, results that, OCB level includes inside the Organization a series of major 
effects that reflects in its performances.  This is the reason that determined us to achieve this study at Romania’s 
SMEs level, trying to point out OCB level and Manager’s gender impact on the Organization's performance.  
3. Method of data collection and analysis 
3.1. Method of data collection 
The research was achieved by a questionnaire-based investigation of 560 SMEs, containing all activity branches, 
age categories and the 8th development regions, sample considered representative for our research goals and for 
SMEs line of business situation. The survey was conducted between December 2012 and August 2013. Data that we 
achieved on the basis of socio-economic survey, were processed by Google Drive Software, Software that allowed 
us to import data into Microsoft Excel, a high fidelity program (Marginean, 2000) that provided us real-time results 
in graphical form. 
The questionnaire has 24 statements about Manager’s Organizational Citizenship Behavior (OCB), from 
Romania’s SMEs, appraised by their subordinates. The questionnaire was picked up and adapted after Podsakoff 
(1990). For completing the questionnaire was used a five-point Likert Scale, with the following possible answers:  1 
– Never; 2 – Once or twice; 3 – Once or twice a month; 4 – Once or twice a week; 5 – Every day.  
Organizational Citizenship Behavior (OCB) and its components level, were estimated/determined as the 
arithmetic mean of the scores given by responders and registered values between 1 and 5, the half of the average 
range being 2.5. Values that exceed the mean are considered to have a positive influence of OCB over the 
Managerial act and the values that are under this value are considered to have an OCB with weak influences.  
The sample of SMEs that answered our questionnaire is representative (560 SMEs), being biger than the 
minimum representative sample calculated by the authors, at Romania’s SMEs level (390 SMEs). Women Managers 
are 32.52% (White Book of SMEs, 2012), namely about 162.600 women Managers, and men Managers of the SMEs 
are about 337.400. The representative sample on which basis one can make analysis is form of 92 SMEs leaded by 
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women and 298 leaded by men. From the total sample of SMEs from which we got answers, we extracted 398 
SMEs leaded by Men Managers and 162 leaded by Women Managers, the samples obtained being representative  
eș antioanele obț inute fiind reprezentative for the present paper. 
Small and medium enterprises (SMEs) performances were measured using additional questions, that refere to  
profit progress, between 2009 and 2012.  Our research goal is to test the following hypothese: 
1st Hypothesis: OCB differ by gender. 
2nd Hypothesis : SMEs performances differ depending on Managers gender. 
3rd Hypothesis : SMEs performances and Managers gender are interdependent. 
3.2 Data analysis 
According to recent studies (Nick Collins, 2012), women and men have in common only 10% personality 
features.  In these circumstances, women general features are sensitivity, patience, while men tend to be more fix 
emotionally and dominant. Women rely more on intuition, emotions and are more conservative, men rely more on 
concrete data and are more lucid and open minded/open to new. Men have a dominating, disciplinary, aggressive 
behavior, are authoritative, suppress the wishes of others around them for actual interest. Women are kind, gentle 
and other, more easily than men. Different behavioral features, according to gender, are proven also by our paper 
results concerning OCB level depending on gender.   
 
 
Fig 1. OCB and its components level, depending on Manager’s gender  
Source: Authors contribution 
OCB and its components level depending on Manager’s gender are presented in Figure 1. What we consider to be 
extremely interesting is the clear superiority of women Managers for all five OCB components, superiority 
expressed also for components with a pronounced masculine nature – Civic Virtue and Sportsmanship. 
At the same time women Managers OCB level is about 3.79 and that for men Managers is 3.41. In terms of 
percentages, 75.8% of women Managers have a high OCB, in comparison with 68.2% of men Managers. These 
results allow us to validate the 1st Hypothesis: OCB differ by gender. 
Women have high levels of OCB and its components because, according to OCB components (Farrell and 
Finkelstein, 2007), we can appreciate that: women are willing to help people more than men, are more generous 
(femeile sunt mai dornice să ajute oamenii, sunt mai generoase (maternal instinct) – Altruism; avoid conflicts and 
promote peace and good understanding, slaughters her own interests much more quickly from the desire to help 
people around her, more quickly that men do - Sportsmanship; respect much more formal/informal rules within the 
Organization, rules about punctuality, organization, effective resource consumption and full use of the time – 
Conscientiousnesse; she is actively involved in the Organization's policies and administration – Civic Virtue; are 
much more lean to take in account the consequences that their oun actions have on subordinates – Courtesy. 
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Managers OCB level, by total and components, depending on gender, for SMEs that recorded profit is showed in 
Figure 2. We can observe that women Managers have a higher level of OCB, than men Managers, when 
Organizations that they lead have profit. Results prove that women Managers are more performant than men 
Managers. According to the results concerning the relationship between OCB, Managers gender and SMEs profit, 
we validate the 2nd Hypothesis: SMEs performances differ depending on Managers gender. 
  
 
Fig 2. OCB Managers level, depending on genderm for SMEs that recorded profit 
Source: Authors contribution 
Overall, women Managers – having a high level of OCB, than men (Figure 1 and 2) – posess much more SMEs 
that recorded profit, than men do, which makes them more performant. Analyzing the information from the above 
figures, we can notice that between OCB level and Romanian SMEs performances is an interdependent link 
depending on Managers gender. Thus, much more SMEs leaded by women Managers that have a high level of OCB, 
than men, record profit. Due to these conditions, we can validate the 3rd Hypothesis: SMEs performances and 
Managers gender are interdependent. 
4. Findings and future research agenda 
Our research relevance is double: firstly, it constitutes a contribution to the scientific field, concerning Managers 
behavior and their efficiency brought to SMEs; secondly, we want to direct SMEs Managers.  
Analysis reveal that women are better Managers than men are, having at the same time a high level of OCB, 
ascertainment which shows the link and the interdependance between OCB level, Managers gender and SMEs 
performances. In other words, if a Manager has a higher level of OCB, an enterprise chances to have higher 
performances, are bigger. Women Managers put a greater emphasis on informal and collaborative relationships, than 
men Managers do. For women, is of real importance to have a good cooperation and a high level of socialisation 
with their subordinates. The high level of OCB, permit women Managers to make managerial strategies that take in 
account also the informal component of the Organizational Behavior, element that, as we consider, determins in a 
great extend Organization’s superior performances. This different vision of women Managers, admit a much more 
motivation of the employees and implicitly, a significant grow of their performances.  
Our research results confirm the results of previous studies on the greater availability of women compared to that 
of men, to have a high degree of OCB. (Farrell and Finkelstein, 2007, Stamper and Van Dyne 1999, Popescu and 
Deaconu, 2013, Miao and Kim, 2009) 
At the same time, we believe that our study may present a real interest among Managers, by the involvement that 
a high level of OCB entails for Organization’s performances.  Manager’s OCB may have a direct influence on this 
behavior, both at individual and group level, at the level of the Organization. OCB is a domain that can not be 
ignored by any Manager. OCB can make a Manager, a real leader for his/her Organization. 
Our study shows new research directions concerning OCB field of study. By our point of view, we consider 
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useful to study OCB employees impact among Romania’s SMEs performances. At the same time, we will measure 
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